S exual harassment in the workplace is any unwelcome, unaccepted, or harmful verbal, physical, or emotional behavior related to employment (Icenogle, Eagle, Ahmad, & Hanks, 2002) . The U.S. Equal Employment Opportunity Commission (EEOC, n.d.) defines two types of sexual harassment in the workplace: quid pro quo and hostile environment. Quid pro quo harassment occurs when employees believe their job assignment, promotion, or benefits are contingent upon providing sexual favors to a supervisor. Hostile work environment occurs when workplace conduct unreasonably interferes with employees' job performance by creating an intimidating work environment. Some common characteristics of sexual harassment victims include job insecurity, female gender, and minority status (Lopez, Hodson, & Roscigno, 2009 ). Many victims are reluctant to report sexual harassment; only about 5% to 15% of women actually report these problems to their employers due to embarrassment, guilt, or shame about being harassed (Sexual Harassment Practice Group of Outten and Golden, 2010) . Men are even less likely to report harassment because of the negative reflection on their masculinity (Sexual Harassment Practice Group of Outten and Golden, 2010) . Although exposure to workplace sexual harassment increases individual employee risk for illness, injury, or assault (Rospenda, Richman, Ehmke, & Zlatoper, 2005) , sexual harassment also negatively affects employee collaboration and cooperation by decreasing department unity, increasing sexual tensions, and lowering employee productivity (Raver & Gelfand, 2005) . Thus, the effects of sexual harassment are felt not only at the individual level but also at the corporate level (Rospenda et al., 2005) .
The U.S. Supreme Court has established that employers are strictly liable for many cases of sexual harassment in the workplace. Although employers are responsible for the actions of their employees, employees should also prevent harassment in the workplace (EEOC, 1999 ). An anti-harassment policy is essential and should include an extensive definition of what could be considered Administrators from three workplaces were interested in conducting evidence-based sexual harassment prevention training for their employees, but they could devote little time during the workday to the training. A pilot program to evaluate the use of a 1-hour workshop that followed best practice recommendations and adult learning principles using job-related scenarios was designed. Participants' overall sexual harassment prevention knowledge scores significantly increased from before to after the workshop and were significantly higher after the workshop than those of a control group. The majority of participants also perceived that their workplaces were committed to employees understanding the sexual harassment policy, and that the workplace would seriously investigate claims and take corrective action. Even a brief workshop covering essential content using adult learning principles can be effective in sexual harassment prevention knowledge acquisition.
[Workplace Health Saf 2013;61(10): 425-428.] PROFESSIONAL PRACTICE harassment as well as procedures for reporting and investigating harassment claims. Formal training should include company policy, prevention measures, and pretesting and posttesting (Schickman, n.d.) . Records of employee training should be kept by employers.
Administrators from three workplaces were interested in conducting formal evidence-based sexual harassment prevention training for their employees, but they could devote little time during the workday to the training. A pilot program was designed to evaluate the use of a brief workshopstyle intervention. The purpose of this project was to plan, implement, and evaluate a brief workplace sexual harassment prevention workshop to assist workers in recognizing and preventing sexual harassment in the workplace; to assess differences in sexual harassment prevention knowledge between those employees participating and those not participating in the workshop; and to examine participants' perceptions of the adequacy of sexual harassment policies in their workplaces.
IMPLEMENTATION
One hundred employees across three work settings (service sector, military sector, and social service sector) in rural northeastern Missouri were invited to participate in a 1-hour sexual harassment prevention education workshop at their respective workplaces during spring 2013. Forty-four employees (44%) from the three workplaces (15 service, 20 military, and 9 social service) volunteered to participate in the pilot program, and a preselected group of 36 employees from similar work sectors who did not participate in the education workshop volunteered as the control group.
After university institutional review board approval was obtained, a four-member team of occupational health specialists was trained to instruct the program, and an hour-long workshop was scheduled at each workplace according to employee work schedules. Prior to the workshops, the 44 participants (26 female and 18 male) and the preselected control group of 36 employees (20 female and 16 male) completed informed consent documents acknowledging that they freely agreed to participate and were free to withdraw at any time. Workshop participants completed the pretest Preventing Sexual Harassment for Employees Knowledge Quiz (The MARCOM Group, 2007a) . All documents were placed in a clasp envelope, sealed by a volunteer participant, and given to the instructor team. Once data were recorded, quizzes were shredded.
The workshop format followed MARCOM's standardized curriculum (i.e., definition of harassment, identification/risk reduction, misconceptions, and prevention) (The MAR-COM Group, 2007a). The instructor team used lectures, discussions, questions and answers, supplemental handouts, participant booklets, and an interactive slide show that followed standardized content. The instructor team, using adult learning strategies that encouraged interaction and using job-related scenarios as examples, specifically defined what constitutes sexual harassment, described behaviors to avoid, explained how to handle a sexual harassment incident, and noted how to report sexual harassment. Additional questions were answered at the completion of the workshop and participants were thanked for their attendance.
Immediately following the workshops, participants and the control group completed the posttest Preventing Sexual Harassment for Employees Knowledge Quiz (The MAR-COM Group, 2007a ). In addition, participants completed the Preventing Harassment/Hostile Environment Checklist (Nonprofit Risk Management Center, 2008) . All documents were placed in a clasp envelope, sealed by a volunteer participant, and given to the instructor team. Once data were recorded, quizzes and checklists were shredded.
The pre-post Preventing Sexual Harassment for Employees Knowledge Quiz (The MARCOM Group, 2007a ) was distributed to participants immediately before and immediately after the sexual harassment prevention education workshop. A sevenitem quiz was included as part of the General Safety Series: Preventing Sexual Harassment for Employees to assess participants' knowledge of how to recognize and avoid sexual harassment in the workplace. Questions covered sexual harassment and the law, blatant sexual acts, sexual harassment from the perception of the victim, the definition of sexual harassment, and what to do if employees are sexually harassed. Six questions had true/false answers; the seventh question asked participants to mark all the answers that applied. Published by MARCOM, an author and producer of safety training products used by many large corporations, the quiz was based on content covered in the training materials and presentation (The MARCOM Group, 2007b ).
The Preventing Harassment/Hostile Environment Checklist (Nonprofit Risk Management Center, 2008) was used to assess participants' perceptions of their specific workplace policies' adequacy following the education workshop. The checklist included eight statements concerning adopting and updating sexual harassment policies, training and education, and claim investigation and action. A yes or a no response was requested for each statement. The checklist, from the Workplace Safety Toolkit, was created by the Nonprofit Risk Management Center, a company with a 20-year history of occupational health and safety consulting providing safety resources to best-in-class nonprofit organizations (Nonprofit Risk Management Center, 2013) .
A paired-sample t test was used to assess changes in sexual harassment prevention knowledge among the participants. An independent sample t test was used to assess differences in sexual harassment prevention knowledge between participants and non-participants. Differences in mean scores between the pretests and the posttests were analyzed using SPSS software, version 19.0. Descriptive statistics, frequencies and percentages, were used to describe the proportion of Preventing Harassment/ PROFESSIONAL PRACTICE Hostile Environment Checklist items answered yes or no by participants.
EVALUATION
When the workshop participants' pretest scores were compared to their posttest scores, the results showed improved knowledge after the workshop intervention (pretest M = 6.20 vs. posttest M = 6.48, p < .05). The average number of correct responses among non-participants was less than the average number among those who participated in the education workshop (non-participants/control M = 4.97 vs. participants M = 6.48, p < .05). Results of a paired-sample t test, designed to assess changes in sexual harassment knowledge among the participants, revealed a statistically significant difference between the pretest (M = 6.20, SD = 1.25) and the posttest (M = 6.48, SD = 1.02), t(43) = -3.091, p < .05. An independent sample t test, used to assess differences in knowledge between the control group (M = 4.97, SD = 2.70) and the participant group (M = 6.48, SD = 1.02), revealed a statistically significant difference, t(44.063) = -3.307, p < .05, between the mean knowledge scores.
An eight-item sexual harassment policy checklist was also distributed to the participants immediately after the workshop to assess their perceptions of the adequacy of their specific workplace policies (Table) . All (44 of 44) respondents reported that their workplace policies ensured no one has the authority to require sexual favors for job benefits, and 98% (43 of 44) reported their workplace investigates harassment claims seriously and takes corrective action following investigation. Almost all (42 of 44; 96%) respondents reported consistent enforcement of a no-harassment policy and regular training about the policy. In addition, 93% (41 of 44) reported corrective action is taken when the workplace becomes aware of harassment, 91% (40 of 44) reported that the workplace investigates claims, and 80% (35 of 44) reported the noharassment policy is updated annually.
IMPLICATIONS
Participants' overall sexual harassment prevention knowledge scores significantly increased from before to after the workshop and were significantly higher after the workshop than those of a control group. The improvement may be related to following a standardized curriculum and using a variety of teaching methods that appealed to adult learners (e.g., discussion and an interactive slide show). Because the risk of sexual harassment increases when employees are unclear about how to identify sexual harassment and supervisors are unclear about how to respond to complaints (Icenogle et al., 2002) , the workshops used job-related scenarios to discuss and explain situations that met the definition of harassment and outlined how complaints were to be handled. Employees must be able to openly discuss and clarify the principle that all sexually harassing behaviors are forbidden (Raver & Gelfand, 2005) ; this workshop emphasized that principle in lectures and supplemental materials.
A limitation of these findings, however, could be the possible differences between the two groups. Although the two groups were generally matched in number and gender (both with more females than males), participants were employed in workplaces where managers were interested in providing education about the topic to their employees as quickly and easily as possible. Nonparticipant controls were employed in the same three job sectors but not at the same three specific workplaces. Therefore, higher knowledge posttest scores of participants compared to non-participant controls may have also been influenced by the level of workplace manager interest in employee health and safety training. In addition, although all employees were invited and encouraged to participate in the study by their administrators, participants were possibly more interested and more receptive to the topic than nonparticipants, leading to possible bias.
Organizations should assess their employees' perceptions of sexual harassment (Icenogle et al., 2002) . It was hoped that, after the education workshop, participants could state whether their specific workplace had adopted a no-harassment policy and would take action to enforce that policy. The vast majority of participants responding perceived that their workplaces ensured employees understood the sexual harassment policy, and that the workplace would take claims seriously, investigate them, and take corrective action. 
PROFESSIONAL PRACTICE
Sexual harassment negatively affects the corporate culture (Rospenda et al., 2005) . These workplaces seem to be following best practices to protect workers and the organizations from serious consequences and liability. Overall, even a brief workshop covering essential content using teaching strategies that appeal to adult learners can be effective in knowledge acquisition. For occupational health specialists who conduct health and safety trainings such as these at their organizations or in the community, recognition of harassing behaviors, prevention techniques, and ways to respond effectively to sexual harassment in the workplace should be emphasized. When conducting trainings with adult learners, using interactive teaching methods and discussing and analyzing specific scenarios and anecdotes related to the topic are also recommended.
Best practices related to prevention strategies, policy development, employee education, and complaint procedures should be incorporated into the training. Prevention of sexual harassment in the workplace benefits both employees and employers. Although employers are obligated to prevent sexual harassment and create a no-harassment policy that includes provisions for education, reporting, and investigation, employees must also assume responsibility in preventing and reporting sexual harassment.
